) For insight into corporate culture the anthropology and sociology fields were also reviewed. (Reuter, 1984 , Vivelo, 1978 In this paper we will be describing the development Figure 2a and 2b. The information needed can be collected in many different ways including interviews, surveys, team discussions and voting, and document reviews. We used a combination of structured and unstructured interviews combined with document reviews• The appropriateness of a method often depends on cost and schedule considerations.
APPLICATIONS

Employee Performance
Evaluation. The first opportunity to apply the model at JPL presented itself in 1996 with the introduction of a new employee evaluation process. The new process was put in place in 1995. Based on lessons learned in the 95 rollout significant changes were incorporated to the 96 design.
DYNOMO analysis took place in the interim period preceding the 96 rollout to evaluate the effectiveness of the 96 version of the process.
A comparative evaluation, using information collected from interviews of key players as well as users affected by the new process, focused on the contribution of the initiative to achieving the desired state of JPL in terms of both its design and its implementation.
Results clearly demonstrated a major improvement in the 96 design.
At the same time DYNOMO prognosis for the up and coming implementation was not good. It would appear that the new rollout was going to fall short of meeting JPL's strategic objectives in many critical areas, such as Process efficiency and effectiveness and Employee development. Figure  4 displays a summary of the performance ratings. This shown in Figure  5 by the customer, product and ! • consuming processes being green while most of the supporting organizational building blocks are red. Ratings of desired state descriptors gathered in interviews confirmed these findings. Figures 6a and 6b show the information from which the ratings _ere derived for the building blocks that were in conflict with JPL's strategic plan. Ratings express a shared concern for organizational assets and the maintainability of infrastructure and the employee in the future. A root cause analysis was performed (see Figure 7) which concluded that the entire organization was going to turn red. Dysfunctional support functions, such as the allocation of facilities and staffing, were already taking a toll on the projects, and unless corrected would lead to a crisis. The organizational analysis using DYNOMO suggested that an internal dynamic could be activated by providing a clear and meaningful mission for the GS (see Figure 8 ). This was very likely to not only keep the entire organization from going red but might even cause it to go entirely _een or be in alignment with JPL's strategic plan.
Infrastructure
Figure 7: Potential Dynamics
The 
